INTRODUCTION
Interpersonal conflicts have been viewed as inevitable and pervasive wherever human beings are interacting, notably in families, at work places, at institutions of higher learning and elsewhere because of numerous incompatible factors pertaining to individuals' social life such as values, beliefs, goals, perceptions, interests, attitudes, personalities and cultural backgrounds [1:2, 2:599, 3:476].
As commonly understood, interpersonal conflicts denote clash or disagreement between two or more interacting individuals with divergent aspects of social life. Such individuals may be family members, friends, co-workers, students and so forth. Accordingly, interpersonal conflicts usually involve two or more institutional or organisational members of the same or different hierarchical levels or units [4:23] . In that regard, conflict is defined as perceived and / or actual diversity of needs, interests, scarce resources and / or goals between at least two independent parties over task related and /or affective issues, and such differences are manifested through different modes of communication exchanges [5:14, 6:21, 7 :279].
Although some authors [see for example 8, [9] [10] [11] [12] ] have attempted to demonstrate the constructive aspects of conflicts, conflicts may have adverse consequences wherever they arise and transform into disputes. However, while numerous scholars including classical thinkers such as Plato and Aristotle warn about the negative consequences of conflicts [1:2] , interpersonal conflicts are reported to be prevalent in higher learning institutions around the world [13] [14] [15] .
Un-amicably resolved interpersonal conflicts are likely to end up into violence which may manifest in various forms such as verbal insults, strikes and fighting [16] . In higher learning institutions, any form of violence is likely to impact upon the quality of education delivery. Poor quality education delivery in Tanzania in particular, is likely to impinge on the current government initiatives towards building an industrial economy in the country [17] . Owing to the negative consequences of conflicts, interest in management of conflict has been stressed not only at work places, but also in other domains including institutions of higher learning.
Investigating the use of Mediation in Resolving Students' Interpersonal Conflicts in Higher Learning Institutions in Tanzania
Traditional response to disputants or conflicting parties has been punitive measures which include the use of court of law by most superiors such as administrators and teachers [18] . However, evidence shows that punitive measures to aggressive acts cannot teach appropriate behaviour and therefore, have been criticized for being ineffective in the long term [19] . Rather than punitive approaches, recently; alternative dispute resolution approaches have been strongly emphasised. Alternative Dispute Resolution Approaches refer to those processes which are intended to resolve disputes out of court of law, by non-judicial devices [20:282] .
In other words, alternative dispute resolution approaches represent a shift from legal or court system to non-coercive processes such as negotiation, conciliation and mediation [21:212] . Mediation is closely similar to conciliation and negotiation except that in conciliation a neutral person acts as a go between for the never meet parties; the parties can be brought together to a point that they can work out their differences without the aid of a third party. On the other hand, negotiation is a two party process whereas mediation is an assisted and facilitated negotiation carried out by a third party [22, 23:11] .
Mediation is viewed as a form of assisted negotiation in which an impartial or neutral person facilitates negotiation process in an effort to enable the parties to reach mutually agreeable resolution [1] . As a facilitator of the process, a mediator should have adequate knowledge and skills in mediation to enable good practice of mediation [1] . As a facilitator of the process, the mediator is also not supposed to have a direct interest in conflict or dispute and, should not influence the outcome or make decision. In mediation, decision making is vested upon the disputants who have control over the outcome or solution. For the higher learning institutions, the mediators may be deans of students with requisite knowledge and skills in mediation [5:14, 6:21, 7 :279]. However, recently peer mediators have also been involved whereby a neutral or impartial student is sought to assist two or more conflicting students to negotiate an integrative resolution to their conflict [24, 25] . Students' peer mediation process entails enabling students to manage their own conflicts and thereby moving away from punitive methods of behavioural control such as litigation, suspension and discontinuation from studies. Peer mediation is important towards providing students with improved problem solving abilities and multiple opportunities for handling their own problems and hence, avoiding the use of power, force and adjudication methods which are usually viewed as costly and likely to further damage interpersonal relationship [1] .
Mediation is usually a voluntary practice although sometimes it may be mandatory or both voluntary and mandatory depending on the legal framework of a particular country. For instance, in Tanzania When the dispute is resolved through voluntary collective agreement or voluntary arbitration, the parties in dispute are not bound to refer their dispute to the commission for mediation and arbitration (CMA). However, where there is neither collective agreement nor voluntary arbitration, all types of disputes will be referred to the CMA. Upon receipt of the referral dispute, the CMA is required to appoint a mediator to mediate the dispute, decide time, date and place of the mediation hearing. The law requires a mediator to resolve the dispute within thirty days after the referral or any longer period to which the parties may agree in writing. If the issue in dispute is settled, the dispute will be resolved in mediation (Employment and Labour Relations Act While mediation is acknowledged as useful in resolving conflicts in wider dimensions [20:282, 26:1, 27] , in Tanzania mediation is well-known in resolving labour disputes. Information about whether or not the method is applied in managing students' interpersonal conflicts in higher leaning institutions is limited and hence, knowledge about how students' interpersonal conflicts are handled is inadequate. This article explores experiences of deans of students responsible for managing students' interpersonal conflicts in the higher learning institutions in Tanzania. The article particularly examines the nature of students' interpersonal conflicts and whether or not mediation is used in resolution process.
THEORETICAL FRAMEWORK
"Successful conflict resolution effort depends on how well concerns of both parties in conflicts are satisfied" [25] . The dual conflict concern theory explains two basic concerns of the conflicting parties or disputants: attaining concern for personal goals achievement and attaining the other party's concern for goals achievement [28] . The theory suggests that both concerns (oneself or personal concern: high or low and, the other party's concern: high or low) which operate at the same time and arising from inside oneself and from the social environment, are systems of pressure that affect the party's choice of strategies to interpersonal conflict management such as dominating, accommodating, avoiding, compromising and collaborating or integrating [28:37, 29, 30:12] . Examples of the party's concerns for goals achievement and strategies that may be adopted are depicted in Figure 1 :
Figure1. Party's concerns and possible strategies in conflict management
The two parties' concerns dimensions for goals achievements and possible strategies to be adopted can also be well described in Table 1 :
Table1. Concerns of the parties, combination and strategies in conflict management

Concern
Combination Strategy High personal concern & low concern for others Win-lose (I win and you lose) Dominating Low personal concern & high concern for others Lose-win (I lose and you win) accommodating Low personal concern & low concern for others Lose-lose(I lose and you lose) Avoiding Some personal concern & some concern for others We both win some, lose some Compromising High personal concern & high concern for others
Win-win (I win and you win) Collaborating
Source: [1:33] The highlighted concerns and combinations ( Figure 1 and Table 1 ) which form a five-style approach or strategy to interpersonal conflict management have been illustrated in numerous studies [see for example, 1:5, 7:279, 25 :33,35, 31, 32:196, 33] . High self concern and low concern for the other party's interests or goals corresponds to a win-lose combination. This concern leads to an adoption of a dominating or a competitive strategy to conflict management. The dominating or competitive strategy is characterised with forcing personal feeling, aggressive behaviour, blaming the other, threatening and use of power as is the case with strike and lockout practices. The dominating strategy is usually applied in arbitration and adjudication processes where each party strives to protect its own position or interests at the expense of the other party and hence, the strategy is unlikely to resolve interpersonal conflicts amicably
The second combination of low concern for personal or self interests in favour of the other party's concerns, goals or needs, directs to an accommodating or sometimes called obliging or yielding strategy to conflict management. The strategy is useful when continued relationship is aspired or when the conflict issue is less important or when the party realises that it is incorrect with the conflict issue [1, 5] .
The third combination of low concerns for both parties' interests leads to avoiding or withdrawing which is a passive response to conflict situation, assuming that the conflict will diminish or wither away over time. Although the style is important in reducing high tension or when parties have more pressing issues, adoption of this style may be attributed to little regard for oneself or lack of knowledge about how to manage conflict [25] .
The forth combination (win-some and lose-some) with a compromising strategy often involves splitting the differences whereby each party accepts a midway position to give up something to attain at least a partial resolution of a conflict issue. Thus, some concerns for one party and the other party are taken into account. A compromising party is viewed to be typically "less dominating, less obliging, less avoiding and less collaborating" although it is argued that partial resolution of conflict may not be satisfactory to either party [25:35] . The fifth combination (win-win) leads to a collaborating or an integrating strategy to conflict management. The strategy takes into account high concern for both parties' interests. It is viewed that a collaborating strategy to conflict management allows open expression of feelings, information sharing, exploration of the issue and finding out a solution that fully satisfy both parties. The style is based on consensual decision making, involving negotiation, mediation and other collaborative or integrative processes [1:6, 25:
This article is underpinned by an integrative or a collaborating approach to conflict management with a central focus on mediation as a means for resolving students' interpersonal conflicts in higher learning institutions. As an integrative approach to managing conflict; mediation takes into account concerns of both parties in conflict and this is very important in conflict resolution. As pointed out elsewhere in this article, "successful conflict resolution efforts depends on how well the interests or concerns of both parties in conflicts are satisfied" [1:6, 25:34-5].
MATERIALS AND METHODS
As widely acknowledged the nature of the research objective (s) usually determines the type of research approach or design to be employed [34:34, 35:51] . Considering the central research objective of exploring experiences of deans of students in handling students' interpersonal conflicts, the materials on which the article is centred were collected through a qualitative research approach [36, 37, 38:7, 39] between May 2017 and August 2018.
Study Participants and Sampling
Given the nature of the research objective, a specific knowledgeable sample was liable to provide reliable information. As contended by Devi [40, 41] , in social science research, persons who are deemed more knowledgeable about the issues under investigation are interrogated and desired information is collected. Thus, the study participants were mainly deans of students from higher learning institutions in Tanzania. From experience, deans of students are responsible for controlling and managing students' affairs including resolving students' interpersonal conflicts in the higher learning institutions in Tanzania. The participants were deemed knowledgeable, and hence appropriate to the study.
Selection of the study participants was done through purposive sampling technique. Although the purposive sampling does not give equal chance to every unit in the population to be included in the study, the technique is considered to be very useful when the study needs a sample of experts in the field under research [42:93, 43:312] . As widely acknowledged, in the purposive sampling technique, the items of the sample are selected in accordance with some purposive principle and hence, the probability of inclusion of some units of the universe in the sample is very high while the probability of exclusion of the other is very low [40, 41] . Participants were selected on the basis of experiences in dealing with students' interpersonal conflicts and willingness to participate in the study [44] [45] [46] .
Thus, twenty six deans of students from the regions with substantial number of institutions of higher learning in Tanzania were involved in the study. The regions included: Dar es Salaam, Zanzibar, Dodoma, Morogoro, Mwanza, Iringa and Mbeya. Deans of students varied in terms of educational level, background and experience in dealing with students' affairs. A majority (sixteen informants) had background training in education and Psychology. Two had background training in public administration and those with training in Sociology and Social Work were four respectively.
Participants' work experience ranged from three to twelve years. Four deans had experience of three years in work, nine had worked for eight years, four had ten years experience while nine deans had worked for twelve years. The participants' work experience and training backgrounds are shown on 
Data Collection and Methods
To gain insights and experiences regarding students' interpersonal conflicts and resolution, semistructured interviews were conducted with twenty six deans of students. In addition to the interviews, two focus group discussions (each with six participants from among the twenty six interviewees) were conducted via a week long workshop held in Dar es Salaam region. Focus group discussions were useful in checking consistencies and clarity of the collected information. In the course of the research, interviews and focus group discussions were complemented by a thorough review of secondary materials.
Data Analysis
Semi-structured interviews and information from focus group discussions were analyzed thematically in the course of research. Analysis of data involved three stages suggested by Miles and Huberman which are: data reduction, organising reduced data, interpreting analysed data and drawing conclusion [47] . During the data reduction stage, semi-structured interviews were transcribed. The second stage involved reduction of data whereby data were reduced from recurrent patterns and organised. Central themes and sub-themes were generated from the data. The final stage involved interpretation of the analysed data and drawing conclusion and recommendations.
RESULTS
Nature of Students' Interpersonal Conflicts
One of the central foci underpinning this article is to examine the nature of students' interpersonal conflicts in higher learning institutions in Tanzania. Informants' narratives revealed different types of interpersonal conflicts that are prevalent in higher leaning institutions. Interpersonal conflicts emerged
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are of three categories: conflicts relating to sexual relationship, matrimonial or family related conflicts and those relating to theft of materials including money, books and computers.
Sexual Relationship Conflicts
According to the informants' expositions, sexual relationship conflicts mainly involved the female students against male student counterparts in most cases following breaking down of their pre-marital sexual relationship. Such conflicts were associated with physical attack, abusive language and intimidation as revealed in the following quoted examples: From the informants' narratives it was also learnt that some of the sexual relationship conflicts reported to deans of students were from external individuals against some male students, particularly those who lived off campus. According to the informant's narratives, the male student used to study with the girl friend who claimed to fall in-love with him after revealing to him her terrible story of rape before she joined the University. The boy fell in love with the girl.
Matrimonial Conflicts
Interview with informants also disclosed students' conflicts relating to matrimonial or marital issues, including failure by some students to return back home after joining universities, failure to provide financial support to wives left back home and negligence of children. 
Theft Related Conflicts
Some of the conflicts that were disclosed related with stolen students' materials such as computers, mobile phones, clothes, shoes, money and books. According to the informants, most of these conflicts involved male students and were frequently associated with insults and personal attacks as the following quoted examples indicate: 
APPROACHES TO INTERPERSONAL CONFLICT RESOLUTION
Informants' experiences in handling students' interpersonal conflicts were also explored. From the informants' narratives, the approaches to interpersonal conflicts resolution were mainly guidance and counseling. In the observed institutions of higher learning, guidance and counseling services were provided by deans of students in their respective offices. Few conflicts particularly those relating with murder were reported to police for further legal proceedings.
According to the informants, disciplinary procedures could also be applied to some of the students' conflicts, particularly those relating with fighting and theft. Disciplinary procedures highlighted were suspending students from studies and discontinuing them from studies. From the informants' narratives it was noted that in the management of students' interpersonal conflicts, sometimes more than one approach could be used. The informants' replies regarding the methods used in resolving students' interpersonal conflicts are summarized in Table 3 . Examples of the reported interpersonal conflicts, students / persons involved as well as the method adopted to resolve the conflicts are shown on Table 4 .
Table3. Participants' replies on the use of different conflict resolution methods
Conflict resolution approach
Interpersonal conflicts Students / people involved Conflict resolution method M-M M-F F-F F-M Male student's refusal to marry a pregnant girl friend and stopping relationship with her.

The students were counselled by dean of student A female student insulted by a male student  The students were counselled and guided to behave well A wife (non-student) and her never returned home husband (student).
 Counseling and guiding the couples to bear in mind family responsibilities A male student neglecting a child to orphanage center for three years 
DISCUSSION
As revealed from the findings, the methods relied upon by deans of students in the process of resolving students' interpersonal conflicts in the higher learning institutions observed were mainly counselling and guidance. The findings revealed non-application of mediation and peer mediation in particular in resolving students' interpersonal conflicts in the higher learning institutions.
Little emphasis on the use of mediation can be explained by the background training of the interviewed deans of students. As indicated on Table 2 , there was no dean of student with background training in Mediation. The informants' background training were mainly in Sociology, Social work, psychology and education in which guidance and counselling courses have been also offered in Tanzania. Through experience, mediation courses have been offered in the Department of Labour Studies at the Institute of Social Work in the country and, mediators have been employed to deal with labour disputes and not students' interpersonal conflicts.
While the use of mediation and peer mediators in resolving students' interpersonal conflicts seemed to be inactive in the studied institutions, in numerous studies the use of the methods are acknowledged as very useful in resolving students' interpersonal conflicts [see for example, 20:282, 26:1, 27, 48]. Stressing on the use of mediation and students' peer mediation in resolving students' interpersonal conflicts in this article does not mean downgrading the importance of guidance and counselling services offered in institutions of higher learning. As observed in some studies, guidance and counselling are important toward assisting individual students, particularly young students in lower classes with inadequate knowledge about the courses to be selected, for exploring their feelings in their career interests and helping them in subject choice [49] [50] [51] [52] [53] .
Moreover, guidance and counselling are useful for exploring hidden and burning problems from students who appear to be lonely or unhappy and uncover the sources for their depression, anxiety and lack of interest in life [54] . In such circumstances, students may consult deans as counsellors to discuss their individual problems.
However, the central argument in this article is that with regard to students' interpersonal conflicts; guidance and counselling are likely to be inappropriate and hence, unlikely to provide an amicable or peaceful lasting solution (s) to the disputants or conflicting parties. In line with this argument is the view that "guidance and counselling as adult imposed models are ineffective in warranting the desired positive change in students' behaviour and in preparing them for more serious future interpersonal conflicts" [18] .
For effective resolution of interpersonal conflicts, mediation "which entails involving the conflicting parties actively in the resolution of their own conflict" [18] seems to be a more appropriate and reliable method. For instance, for the interpersonal conflict that involved wife (non-student) and her never returned home husband (student), the parties could be brought together to a point that they could work out their differences with the aid of a third party (mediator).
Mediation and peer mediation in particular, have been more successful in students' conflicts resolution in the developed countries where they have been widely used although in developing countries (including Tanzania), limited data still exists on effectiveness of the methods [18, 24, 55] . However, as acknowledged in some studies, conflict resolution through mediation and peer mediation minimizes interpersonal conflicts and increases the attitude of assisting others with conflict, reduces aggressiveness and increases competence in conflict resolution [18:631, 56 ].
CONCLUSION
The focus of this article has been on how students' interpersonal conflicts in higher learning institutions in Tanzania are resolved. The article examined whether mediation was applied in resolving students' interpersonal conflicts in the higher leaning institutions. The findings revealed that students' interpersonal conflicts were handled by deans of students with limited knowledge and skills in mediation despite long work experience as indicated on Table 2 . Peer mediation in particular was never used because the frequently used methods were mainly guidance and counselling.
RECOMMENDATIONS
On the basis of the findings and discussion, there is an urgent need to promote the use of mediation acknowledged as appropriate in resolving students' interpersonal conflicts by; firstly, orienting and equipping deans of students with requisite knowledge and skills in mediation for the purpose of resolving students' interpersonal conflicts amicably. Secondly, there is an urgent need of orienting deans of students on how to identify specific types of conflicts that may be resolved through mediation and those that may be resolved through other approaches such as counselling and guidance.
Thirdly, deans of students should strive to play the role of mediators while resolving students' interpersonal conflicts. Fourthly, students pursuing higher learning education should be imparted with knowledge and skills in mediation to enable them to play the role of peer mediators in resolving their fellow students' interpersonal conflicts. In this regard, students' interpersonal conflict resolution through peer mediators may involve "cadre approach" or few trained students to save as peer mediators for the whole institution or using "total student approach" which entails teaching all students how to manage conflict constructively [18] . In this respect, deans of students should also play the role of orienting the students in their respective institutions on how to participate actively in students' interpersonal conflicts resolution.
And lastly, students should be empowered to resolve their interpersonal conflicts through innovative ways in order to avoid the consequences of being suspended, discontinued from studies or the shortfalls of adopting rigid positions which may lead them into violence practices which are usually detrimental to interpersonal relationship and to acquisition of quality education.
